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Group	Discussion:	1. What	are	your	initial	reactions	to	this	exercise?		What	did	it	feel	like	to	be	in	the	room?	2. How	did	it	feel	to	force	yourself	to	respond?	3. How	did	it	feel	to	stand	in	a	category	by	yourself?	4. How	did	it	feel	to	stand	in	a	category	where	you	were	surrounded	by	many	others?	5. Did	you	ever	stay	in	the	same	category	for	opposite	statements	(e.g.	most	pain	vs.	most	joy)?	6. Why	do	you	think	we	do	this	as	a	silent	activity?		How	would	it	be	different	if	we	were	allowed	to	talk?	7. Which	category	for	you,	stirs	up	the	most	emotions	and/or	knee-jerkibg	reaction?		Why	do	you	think	this	is?	8. What	did	you	learn	about	yourself?		About	others?		In	general?	9. Why	might	this	activity	be	called	the	Power	of	Assumptions?	10. What	one	thing	did	you	take	from	this	exercise	that	you	will	apply	to	your	work	as	a	supervisor?	
	
DISPLAY	SLIDE	25	
Power	(Danger)	of	Assumptions	As	we	discussed,	the	activity	is	called	the	“Power	of	Assumptions,”	because	it	is	meant	to	challenge	our	erroneous	beliefs	and	misunderstandings	about	the	people	we	work	with.		As	humans,	we	make	assumptions	to	help	us	make	decisions.		However,	we	often	make	assumptions	about	people	based	on	their	behavior,	appearance	or	other	aspects	of	their	identity	without	checking	the	accuracy	or	fully	understanding	who	that	individual	is.		In	the	workplace	this	can	be	very	dangerous,	as	we	often	do	not	get	to	see	the	“whole”	person	or	our	interactions	may	be	brief,	only	in	certain	environments.		This	can	lead	to	assumptions	that	are	wrong	and	extremely	detrimental	to	building	relationships	in	the	workplace.			The	next	time	you	find	yourself	making	assumptions	about	individuals,	stop	and	ask	yourself,	
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“How	do	I	know	this	to	be	true?”		If	you	do	not	know	it	to	be	true,	challenge	yourself	to	withhold	judgment;	withhold	your	assumptions	and	work	to	learn	more.	
	
DISPLAY	SLIDE	26	
Reflection	#2	
	Isaac	Asimov,	who	was	an	author	and	science	professor	at	Boston	University,	once	said…”Your	assumptions	are	your	windows	on	the	world.		Scrub	them	off	every	once	in	a	while,	or	the	light	won’t	come	in.”		Sometimes,	our	working	relationships	are	negatively	tainted	by	interactions	(personality	conflicts)	or	by	assumptions	we	have	made	about	people	based	on	aspects	of	their	identity.				Take	a	moment	to	think	about	relationships	or	situations	in	your	work	environment	that	may	need	a	clean	set	of	lenses?		How	have	your	assumptions	perhaps	hindered	your	efforts	for	a	positive	working	relationship?	
	
DISPLAY	SLIDE	27	
What	does	Inclusive	Supervision	Look	Like	in	Practice?		As	we	move	toward	the	end	of	this	workshop,	I	want	to	conclude	with	some	thoughts	about	what	inclusive	supervision	looks	like	in	practice	based	on	what	we’ve	talked	about	with	respect	to	personality	and	consideration	for	aspects	of	individual’s	identities.		Inclusive	supervisors	intentionally	and	perhaps	organically,	create	safe	spaces	and	inclusive	work	environments	through	three	distinct	practices.	1. Demonstrating	vulnerability	–	This	means	that	supervisors	willingly	and	honestly	admit	to	their	own	limitations	in	the	workplace.		This	means	they	admit	that	they	may	not	know	everything,	they	are	willing	to	learn	and	most	importantly,	they	apologize	when	they	make	cultural	mistakes	in	the	workplace.		For	example,	a	supervisor	who	in	casual	conversation	with	a	male	employee	suggests	that	they	should	bring	their	“wife/girlfriend”	to	the	holiday	event,	having	assumed	the	sexual	orientation	of	the	employee.		A	small	correction	in	language,	to	suggest	one	should	bring	their	“partner”	to	the	event	allows	for	the	inclusion	of	all.		Most	important	
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however,	is	to	apologize	for	assumptions	we	have	made	that	may	be	incorrect	and	to	take	the	time	to	learn	about	your	staff	so	you	can	be	inclusive	of	all	aspects	of	their	identities	within	the	work	environment.	2. In	a	similar	manner,	inclusive	supervisors	cultivate	the	whole-self,	meaning	they	recognize	and	respect	the	multiple	aspect	of	staff’s	identities	and	work	to	create	an	environment	that	is	supportive,	understanding	that	a	person’s	identity	and	the	intersection	of	multiple	identities	has	an	impact	on	how	people	behave	at	work.				Taking	an	interest	in	who	people	are,	beyond	simply	noting	they	are	an	employee,	enhances	individuals	sense	of	safety	and	value	at	work.		This	involves	getting	to	know	what	makes	them	uniquely	them,	from	their	personality,	to	their	cultural	identify,	to	their	various	roles	as	mother,	father,	son,	daughter,	soccer	coach,	or	within	their	hobbies.		By	creating	an	environment	where	employees	can	be	themselves	and	bring	all	of	themselves	into	work,	allows	a	positive	community	and	more	satisfied	staff.	3. And	finally,	inclusive	supervisors	intentionally	and	again,	sometimes	organically,	build	up	the	capacity	of	others	for	inclusive	practice.		This	can	mean	intentionally	providing	and	seeking	out	professional	development	opportunities	that	enhance	diversity	and	inclusion	efforts	or	it	can	be	how	you	help	them	navigate	systems	and	situations	where	their	voice	may	not	be	represented.		As	a	supervisor,	when	you	allow	your	staff	and	others	to	bring	their	expertise	and	knowledge	to	the	table,	you	are	validating	their	voice	and	contributions,	which	enhances	their	capacity	to	do	the	same	for	others.		Supervisors	who	model	inclusivity	in	all	that	they	do,	challenge	and	teach	others,	building	their	capacity	for	inclusion.	
	
DISPLAY	SLIDE	28	
Why	Inclusiveness?	As	we	come	to	a	close,	let’s	reflect	again	on	what	an	inclusive	environment	looks	like	and	why	we	should	strive	to	create	one.	Inclusive	organizations	are	learning-centered	when	driven	by	a	supervisor	who	is	vulnerable	and	willing	to	learn.	
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Inclusive	organizations	value	the	contributions	and	perspectives	of	all	people,	from	the	maintenance	and	custodial,	to	your	frontline,	to	your	mid-level,	and	beyond	as	demonstrated	by	supervisors	who	build	the	capacity	of	everyone.	And	finally	inclusive	organizations	strive	to	meet	the	needs	of	the	diverse	groups	and	individuals	they	employ	and	serve,	as	demonstrated	by	supervisors	who	strive	to	cultivate	the	whole	self.		Some	of	the	benefits	of	creating	inclusive	organizations	are:	
• Greater	staff	satisfaction	and	lower	turnover		
• Increased	creativity	and	problem-solving	within	the	organization	
• Increased	organizational	flexibility	and	ability	to	learn	from	people	at	all	levels	within	the	organization	
	
DISPLAY	SLIDES	29-33	
Judging	to	Valuing	Ladder	This	last	series	of	slides	is	called	the	“Judging	to	Valuing	Ladder”	and	is	just	a	visual	representation	of	the	progress	we	hope	to	make	in	our	workspaces.		We	want	to	stop	
judging	(and	making	assumptions	about)	others	based	on	our	own	preferences	and	work	toward	understanding	how	and	why	people	are	different	than	us.		Through	understanding	we	can	come	to	sincerely	respect	differences	and	appreciate	diversity	in	the	workplace	and	value	the	differences	that	make	our	workplace	better.	
	
DISPLAY	SLIDE	34	
Objectives	Recap	Looking	at	today’s	objectives:	
• Articulate	the	elements	of	inclusive	supervision	
• Understand	the	dimensions	of	the	DISC	Personality	Behavioral	Profile	
• Identify	the	personality	profile	of	those	they	supervise	and	work	with	
• Identify	multiple	dimensions	of	identity	
• Articulate	ways	to	demonstrate	and	model	inclusive	supervision	
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DISPLAY	SLIDE	35	
Final	Reflections	Instruct	participants	to	answer	the	following	questions:	
• Identify	three	things	that	stood	out	from	today.	
• What	resonated	today?	
• What	questions	are	circling?	
• How	does	what	you	learned	today	impact	your	effectiveness	at	work?		
DISPLAY	SLIDE	36	
Questions,	Comments,	and	Evaluations	Allow	for	any	questions	or	comments.		Thank	participants	and	distribute	class	evaluations.	Designate	an	area	for	participants	to	leave	evaluations	when	complete.			
